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Experienced leaders know that organizational change is a traumatic ordeal for any organization and its employees. An integral part of any change process is resistance, so plans for change should anticipate and manage resistance. It is common that some people in the health department will resist any type of change that impacts them. The more the change is seen as radical and threatening, the more resistance one should expect.
The following are the most common resistor archetypes the authors have encountered along the winding road of change within health departments (see the Table) .
• Observations
Change leader role
At the start of any new change intervention, there will always be a mixture of positive and negative opinions, accompanying strong emotions, and groups will form that are aligned with each camp. As a leader you cannot avoid the resistors but you can manage their behavior by redirecting their thinking. A change in thinking will result in the desired behavior aligned to the new direction. Avoid change resistors at your peril. Failure to take action will undermine the new change effort. A "change leader" must be a consensus builder by pulling together key stakeholders, individuals, and resistance groups to engage their support in the change initiative. To build this consensus, the change leader must clearly communicate a compelling vision for the health department staff that refocuses direction, habits, and daily work activities. In addition, the change leader must be realistic and describe the challenges and consequences that will inevitably arise if the health department does not make the needed change. (p11) Thus, the change leader must speak directly about loss and engage those with the most to lose, targeting those individuals to work closely with the change leader in the implementation process.
Get them on the bus. Jim Collins in Good to
Great demonstrates through his research that great companies start by getting the right people on the bus, the wrong people off the bus, and the right people in the right seats. 4 Change can include hiring outside talent or helping unproductive team TABLE • Types of Change ResistorsCounting the days to retirement (even if that may be more than 365 d) and therefore own no part of the change process.
"Do not bother me-I won't be here when this is done and I just want to coast out the door."
Frequently have positions of formal or informal power and their attitude negatively influences others. Historian
Custodians of institutional memory work to bring collaborative sabotage to any new change initiative.
"We tried that already and it did not work."
Build a climate of mistrust that poisons the change process and any innovative efforts. Teflon Nothing-no task-sticks to the Teflon resistor. Silence is golden. Redirect or reflect all requests.
Project roles and responsibilities must be clear to ensure shared ownership. members achieve a high degree of accountability or leave the team. Sometimes it seems like the best option is to kick resistors off the bus at the first stop, but when faced with organizational change, this is often not a viable option. Instead, the change leader faces the challenge of leveraging the skills and talents of the team to ensure that they are in the right seats. The change leader can get people on board by providing order, direction, and protection. 3. Skin in the game or stockholders. Kouzes and Posner 5 have identified 5 practices of exemplary leadership. In fact, they have developed leadership profile inventories to assess one's ability to accomplish these 5 practices. One practice is enabling others to act. Heifetz and Linsky similarly propose that leaders give back the work. One strong way to lead change is to divide the change process into manageable/actionable tasks. Then, create opportunities for change resistors to own that work and be accountable for the change process. 4. Use humor. Daniel Goleman was a leader in introducing the power of emotional intelligence. Since then, many business and leadership authors have written about the components of emotional intelligence at work, which include self-awareness. 6 One of the hallmarks of self-awareness is a self-deprecating sense of humor. Effectively using humor helps leaders build rapport, reduce tension, and help people connect with each other. 
